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The study aimed at assessing the Effects of Motivation on Performance of Police Force.A Case of the Police Force in North Region Pemba, Tanzania. A descriptive research design with a cross-sectional survey strategy was employed. A sample of 115 employees was selected by simple random sampling. Questionnaires were used to collect primary data. Descriptive statistics, correlation and regression analysis techniques were used to analysis data. Results show that motivation has significant positive influence on police work performance. Intrinsic motivation has significant positive influence on police work performance. Extrinsic motivation also was found to have positive influence on police work performance. The study found that there is high performance among police force shown by most police staff having morale and desire of increasing efforts. Moreover, the study findings show that there is high police motivation in police force at North Pemba region .It was recommended that the ministry of home affairs should undertake regular review of motivational strategies particularly considering opportunities of enhancing motivation among police staff in order to effectively increase morale for police staff.
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This chapter provides the background of the study; it also presents the statement of problem, objective of the study, the research questions, study, significance of the study, limitation of the study, and scope of the study

1.2   The background to the Study
With the increased complexity of the police role and the movement towards neighborhood policing, the nature of police work and police organization has become more complex and necessitates the importance of hiring and retaining high  quality personnel (Roberg and Kuykendall, 1997). Police officers’ roles in today’s democratic society are extremely significant and complex (Carter and Sapp, 1990).  Police Officers are called on to enforce laws, observe constitutional restraint on the exercise of governmental power, answer individual calls for help and respond to community demands for safety (Travis, 1996). If the police perform their role effectively, society benefits immeasurably and government scores high; if the police perform their duties poorly, the damage to police confidence and democratic principles can be irreparable, (Goldstein, 1997). Performance standards in the security sector are an area that attracts global concern. Hence policing is a ripe area for research notes Braga, (2006) 

Diage, (2016) noted that the challenges of security sector governance in Tanzania include; ensuring the social reinsertion of citizens who have been repatriated from abroad, preventing and neutralising emerging threats, including drug trafficking, money laundering and the uncontrolled circulation of light weapons, introducing a more modern concept of security that focuses on its interdisciplinary and multidimensional nature, withdrawing state monopoly over the maintenance of internal security, implementing a system of internal security, within the framework of the ongoing reforms of the criminal code and the code of criminal procedure. 

Carter and Carter, (2016) points out the success of such reforms depends upon the level of motivation of the security officers. Restructuring the security forces could improve their operational capacity and prevent improper use of force and of corruption in the police. In particular, police structures have been poor hence hindering the police presence, this impacts negatively on their operational capacity posits Bryden, (2014).  In Tanzania, during the elections in 2005, levels of crime and fear of crime rose throughout the country. Simultaneously, levels of public trust and confidence in the Police Force continued to drop. Areas of particular concern included increased road accidents, corruption, fraud, violence, terrorism and drug trafficking (Mwema, 2008). The widening economic divide in the country is likely to create a breeding ground for crime. These trends highlight the limitations of the current Police Force and make evident the pressing need for reform. 

There are several problems limiting effective performance in the Tanzanian Police Force that have to do with human resources motivation. The police reform agenda is in its infancy stage, therefore fast and swift changes are needed Mwema, (2008). The issue of ethical conduct of the police has received a great deal of focus from International, regional and national organs interested in promoting performance in the police sector. A consensus has been developed worldwide over the importance of reforming the police sector to strengthen performance and improve on service delivery (Weisdurd, 2013). Such reforms are crucial in protecting public resources, enhancing performance and strengthening government’s role in orchestrating development and providing necessary services at large (Muncie and Hudges, 2008

In recent years, remarkable achievements have been made in Tanzania Police Force (TPF). Several improvements were made in shaping the TPF in good and working structure (Mwema, 2008). By 2006 the Tanzania Police Force made major reforms to strengthen its main functions of safeguarding peoples and their properties. These reforms call upon citizens to be closed with the police personnel’s by interacting with them and sharing crucial information about security matters within the society. Unlike previous days, whereby there was antagonistic relationship between citizens and police, citizen are now not force to share ideas with police and police are now considered as a friend of the community. This trend has somehow changed by these reforms. Nowadays Police is a place whereby a citizen runs to observe security not place to escape against security.

The reforms have made police to work more and to be more vulnerable than before. It is indisputable that the police duties of safeguarding people’s live and properties creating dangerous and risky environment for Police employees. Having a proper system of encouraging Police and motivate them is needed to be in place. Because of the nature of their work, the issue of motivation for them is very vital in order to improve their performance. The study tries to discuss the motivation towards the Police duties in organization, its challenges and recommend the necessary solution on future. 
The issue of ethical conduct of the police has received a great deal of focus from International, regional and national organs interested in promoting performance in the police sector. A consensus has been developed worldwide over the importance of reforming the police sector to strengthen performance and improve on service delivery (Weisdurd, 2013). Such reforms are crucial in protecting public resources, enhancing performance and strengthening government’s role in orchestrating development and providing necessary services at large (Muncie and Hudges, 2011).  

An overview of the security situation in Tanzania reveals several sophisticated and complex challenges that allow an in depth study on performance with a view to improving service delivery and performance as a whole. To compliment government efforts in provision of security and peace initiatives, non-state actors have taken a more active role Daily News-May, 24; 2011. These include private sector firms, civil society and faith- based organizations. Preaching peace, tranquility and harmony have been the order of the day as can be echoed through the national anthem-„may we dwell in unity, peace and liberty....‟ Sad to mention that despite government efforts to reform the police force, criminal activities have been on the increase and it is feared the situation could   get worse with the‟ bigger EAC‟ unless performance in the security organ improves. At the core of such performance improvement is officers motivation (Lord, 2014).

1.3 Statement of the Research Problem
Performance in the police force in Tanzania has been deteriorating (Carter and Sapp, 2016). Every day, criminal activities are experienced. Road accidents are on the increase with more productive people who are bread winners dying every day, banking institutions, commercial centres and individuals in business lose cash at the hands of organized criminal gangs, minors are raped, corruption is on the increase (Carter and Carter, 2016). There has been an increased wave of theft of cash on transit, sea piracy is on the rise due to poor security systems. Cattle rustling and cross-border raids appear to be a life-long security challenge, (Kiraithe, 2011) 

Given the above scenario, the government loses tax payers, skilled manpower and property in terms of buildings and food reserves. With increased insecurity investors and tourists get scared and keep off and as such huge resources have to be used to lure them back to the country. Development is challenged and slowed down by insecurity (Osborne 2016). On a more local level the societal equilibrium is destabilized, families lose bread winners; ethnic rivalry and enmity become a common phenomenon. Institutions and industries suffer instability leading to huge losses notes Brans and Vincke (2009). The resultant poor performance in the police sector sticks out strongly and is distinct from any other poor performance in any other sector because lives, especially of those at their most productive stage, are lost, (Maguire 2017).

In an effort to perform their duties, the police is perceived by the society as being slow in responding to social ills, (Osborne, 2016) and not willing to offer free, fair and selfless service and sometimes seen to undertake inappropriate measures, hence defeating their primary objective-to maintain law and order to all without favouritism. This crisis in the security sector requires innovative solutions (Rainer, 1996). Police and judicial reforms remain necessary in Tanzania. The way forward for police and judicial reforms lie largely in constitutional, legislative and performance reforms (Mwema,2012).These are critical for public safety, law and order, and overall performance improvement in Tanzania (Bryden,2014). The Police job motivation is one of the most essential issues for security systems worldwide. Next to the Police, the citizens are the largest, most extensive, crucial key to improving Police performance through exchanging of motivation between them. The situation of motivation is not good as expected since lower rank personnels seems to be less consideration in motivating them. Yet little or no known research has been done to evaluate the position that paints the security organ as corrupt and poor performers. It is against this background that this inquiry sought to establish the influence of motivation on performance in the police force with a focus to the regular police force in North Region Pemba. As such this study was carried out to assess the factors affecting job motivation among Police personnels in Tanzania.

1.4 Research Objectives 
1.4.1   General Objective
To examine the affects of motivation on the performance of police force in Tanzania, at North Region Pemba

1.4.2 Specific Objectives
Specifically the study was guided by the following objectives:-
i.	To examine the effects of intrinsic motivation on police force work performance          
ii.	To examine the effects of extrinsic motivation on police force work performance          
iii.	To examine the relationship between motivation and police force work performance 

1.5 Research Questions
On the basis of the research objectives, the study was guided by the following research questions.
i.	What are the effects of intrinsic motivation on employee’s performance at police force?
ii.	What are the effects of extrinsic motivation on employee performance at police force?
iii.	What is the relationship between motivation and employee performance?

1.6 Significance of the Study
The findings of the study are expected to provide useful information for management on the effects of motivation to ensure the effective utilization of their potential for the benefit of organization. The research aimed at establishing new data, new models, new interpretation as well as new frontiers of knowledge that would help government and policy makers in reforming the police force hence improve service delivery and performance.
Researchers and Scholars: The study will make empirical contribution to the field of performance and particularly performance in the security sector. 
 Policy Makers: The government, the International Community and other concerned stakeholders will utilise the knowledge gained from this in assisting by developing programmes that will address challenges affecting police performance. Strategies formulated will be aimed at motivating the officers. Government and policy makers will use the findings in reforming the security sector, address and mitigate challenges contributing to the current poor performance hence improve service delivery and performance. 
Regular Police Officers: Both existing and potential officers will benefit from the findings of this study since they will use it understanding the dynamics and mitigation of performance challenges. 

1.7 The Scope of the Study
The study looked at the effects of Motivation in performance of Tanzania Police Force in NORTH REGION PEMBA. This research investigated the Tanzania Police Force employers and employees working in NORTH REGION PEMBA in Tanzania. Members of staff of Tanzania Police Force were involved in this study. The study was carried out for a period of six months.

1.8	Organization of the Study
Chapter one of this study introduces the background of the study, statement of problem, the objectives of the study, research questions, and significance of the study and the scope of the study. Chapter two presents a review of literature and relevant research associated with the problem addressed in this study. The study looked at conceptual definitions, theoretical perspectives, empirical literature review, research gap, conceptual framework. 
























2.1    Introduction
This chapter discusses various academic works related to the study. It discusses various themes that guided the study in addition to presenting on overview of the different concepts and various studies done by different scholars in relation to the topic under study.

2.2 Conceptual definitions
2.2.1    Motivation Intrinsic Motivation, Extrinsic Motivation and Performance
From the perspective of psychology, human studies and economy, motivation is referred to one reason or many that make an individual to get engaged in a specific behavior (Bratton & Gold, 2007). From this context, the individual can be influenced with several drives and fundamental needs such as food and desire for a state of being or an object can be included in this reason for motivating an individual to act in a specific manner or to perform certain tasks. Gupta, (2011), defined motivation as the work a manager perform in order to induce subordinates to act in desired manner by satisfying their needs and desire, thus motivation is concerned with how behavior gets started energized and directed. 

2.2.2 Intrinsic Motivation
Intrinsic motivation is defined as the doing of an activity for its inherent satisfactions rather than for some separable consequence. When intrinsically motivated a person is moved to act for the fun or challenge entailed rather than because of external prods, pressures, or rewards. The phenomenon of intrinsic motivation was first acknowledged within experimental studies of animal behavior, where it was discovered that many organisms engage in exploratory, playful, and curiosity-driven behaviors even in the absence of reinforcement or reward (White, 1959). Intrinsic motivation has been operationally defined in various ways, although there have been two measures that have been most often used. Basic experimental research Deci (2017) has rested primarily on a behavioral measure of intrinsic motivation called the ‘‘free choice’’ measure. In experiments using this measure participants are exposed to a task under varying conditions (e.g., getting a reward or not).

2.2.3  Extrinsic Motivation
Extrinsic motivation is a construct that pertains whenever an activity is done in order to attain some separable outcome. Extrinsic motivation thus contrasts with intrinsic motivation, which refers to doing an activity simply for the enjoyment of the activity itself, rather than its instrumental value (Ryan, 1998). For example, a student who does his homework only because he fears parental sanctions for not doing it is extrinsically motivated because he is doing the work in order to attain the separable outcome of avoiding sanctions (Sheldon and Kasser, 1995). Similarly, a student who does the work because she personally believes it is valuable for her chosen career is also extrinsically motivated because she too is doing it for its instrumental value rather than because she finds it interesting. Both examples involve instrumentalities, yet the latter case entails personal endorsement and a feeling of choice, whereas the former involves mere compliance with an external control. Both represent intentional behavior, but the two types of extrinsic motivation vary in their relative autonomy (Grolnicket al.,2016).
2.2.4 Performance
Armstrong (2014) defines performance as the accomplishment, execution, carrying out, working out of anything order or undertaken. Martin (2015) defines performance as a level of achievement by an individual, measured against what they would be expected to achieve. Under Martin’s definition on performance there are some components which are missing such as skills, experiences, abilities, qualities and quantities are the things which he did not mention it, but those are things which should be mentioned by the definition.

According to Ilham (2009), performance can be defined as the act of performing; of doing something successfully using knowledge as distinguished from merely possessing it. However; the study match with the above definitions on performance because the definition itemizes that performance is not only of what people achieve but how they achieve it. 

2.3 The Importance of Motivation in Organization
For any growing organization motivation is vital. Maslezo, A in his work on motivation and personality said motivation as a competition which encourage the performer to win and beat others. Motivation plays a big role even in the family life whereby parents motivate their children to increase efforts on studies by providing their rewards. Wightman (2008) explain numerous purpose of applying motivation in organization. He views that the purpose of motivation always is providing rewards, gift, prize and even appreciation for good job. Those rewards may be tangible or intangible is presented after occurrence of an action with the intent to cause the behavior to occur again.
2.3.1  The Motivation Attributes
Various studies have identified factors that influence motivation, these includes inter-personal relationship, the work itself, mentally challenging work, pay, promotion chances, age, gender, quality of supervision, work group, working condition, type of social and health insurance, job design, organisational environment, equal treatment by Management. Cook et al 1981 and Spector (1997). assert that the employee motivation can vary depending on a number of variables that underline a given job.

2.3.2 Function of Motivation in Organization
Generally, satisfied and motivated workforce can undoubtedly help to sustain productivity. Smith (1992) believed that motivation can lead to cost reduction by reducing absences, errors and turnover. Hence a greater productivity and economic of industrial growth which a major drive of most organization. Locke (1976) evidenced that motivation plays an important role in employee commitment and reducing employee absenteeism and boredom at work. He emphasizes those organizations that can ignore motivation at their own peril as the short to medium term ramification can be severe problems for the organization. Thus, it is imperative for institutions to be considered of the individual needs that exist within their institutions, and strive to inculcate these needs or seek middle level which addresses the workers needs.

2.4 Theoretical Framework
This study adopted two theories i.e. Abraham's Maslow's Hierarchy of Need Model and Goal Setting Theory.
2.4.1 Abraham Maslow's Hierarchy of Needs 
Maslow (1943), propounded the hierarchy of needs theory. The key factor is that human being has five levels of needs remain unmet. The higher level needs cannot be fulfilled. The five levels are physiological (thirst, sex, hunger). Safety (security, stability and protection). Love and belongingness, self esteem and self actualization. The theory contends that when physiological needs are unsatisfied, no other needs will serve as basis for motivation. That is to say it is more likely the lower rank Police needs adequate salaries to achieve these lower needs of the theory and satisfaction may induce such Police Motivation.

The second stage of the theory focuses on the safety needs of the individuals, which includes security, protections against danger and accident, threats, deprivation, and protection from physical and psychological harm and economic disaster. In Tanzania these could be in terms of fringe benefits, retirement and pension schemes, insurance. The next stage of this theory is social needs, this comprises the needs for affection, love, friendship, interactions and acceptance in relationship with other people. All these aspects have bearing on Police employee’s motivation. For example a Police Officer could be satisfied with interpersonal relationship with their superiors, subordinates and individual citizens. 

The other stage deals with ego needs cover the needs to achieve, gain self respect, prestige, independence and freedom, approval, reputation, social status and recognition. The study adopted the first four stages of the theory includes physiological needs, safety needs, social needs and self esteem needs. For instance, the salary helps to satisfies physiological needs such as food, shelter and clothing. Other important factors are medical insurance, work conditions, allowance paid to. Police, recognition for their jobs, and kind of professional status to Police in the country. Although the theory has received only limited empirical support (Hoy and Miskel, 1991), it seems particularly relevant to Police in Tanzania because meeting the basic survival needs for food and shelter. The study focused on Maslow’s Hierarchy of needs to get Police views on what could be important for them in boosting their jobs.

Figure 2.1:  Maslow’s Hierarchy of Need
Source: Maslow (1954)

Maslow's concept of self-actualisation relates directly to the present day challenges and opportunities for employers and organisations - to provide real meaning, purpose and true personal development for their employees for life - not just for work, (Zaccaro , 2001).  Maslow saw the fact that employees have a basic human need and a right to strive for self-actualisation, just as much as the corporate directors and owners do. Increasingly, the successful organisations and employers were those who genuinely cared about, understood, encouraged and enabled their people's personal growth towards self-actualisation - way beyond traditional workrelated training and development, and of course way beyond old-style X-Theory management autocracy, which still forms the basis of much organised employment today. This study adapt Maslow’s theory because the five basic set needs are the daily human needs which can motivate a person to work hard or to demoralize the ability of working hard in to his or her employer, no matter what the employer have as pleasing environment/ attracting elements to assist employees to work.

2.4.2 Goal Setting Theory
This theory is propounded by Latham and Locke (1979), depict that motivation and performance can improve if people have difficulty but agreeable goal and received feedback. In fact the theory explains goal setting in relation to task and duties assigned to an employee. When an employee set challenging goals and successfully achieve them, she /he feels better off particularly when being evaluated and informed of such performance. The theory provides the rationale for the performance management process, goal setting and feedback provision. This has implication on extrinsic motivation on the other hand sound motivation for employees should be associated with both intrinsic and extrinsic motivation. Hence, this theory has less significance to this study, by considering both extrinsic and intrinsic motivation with respect to performance. Motivators in this study are not only associated with extrinsic motivators, thus the theory found inadequate for a study that focused on both extrinsic and intrinsic motivation.

2.5 Empirical Literature Review
The empirical studies include studies conducted in both developed and developing countries. On few studies are reviewed in the support of this study.
2.5.1 Literature Review Worldwide
Irene and Chow (2004), analyzed Human Resource practice in China, Taiwan and Hong Kong. They looked the influence that environmental factor such as social and political system, Legislation, the power of labour Unions and trade association having on the adoption of Human resource practice. The study described salient industrial characteristics of the three Chinese societies and highlighted the influence of unions and labour legislation at the firm level. The Human resource functions and the current Human resource practice were explored using four distinct dimensions of Human resource practice such as staffing, training, performance and evaluation. The study found that configuration of Human resource system is quite different across the three Chinese societies. Although the study considers the similarities and difference in Human resource practice, it did not account for the general impact that Human resource management practice on the workers job satisfaction.

Kennedy (2016) conducted a study on the relationship between work motivation and job satisfaction at secondary schools teachers in Bangalore India. The study focus on work motivation in relation to job satisfaction and biographical variables of teachers working in secondary schools. The sample consisted of 417 teachers from three types of schools in Bangalore. Data was collected using questionnaires through a survey. Correlation and test was employed to test the research hypothesis. The findings show that there was a significant positive correlation between work motivation and job satisfaction of secondary school teachers. This findings has some related and useful information because it demonstrates that work motivation is largely depends on job satisfaction.
Saari (2017), conducted a study that aimed at looking on the organizational factors that influence employees attitudes towards their jobs, the impact of positive, negative levels of work motivation and how to measure and influence employees attitudes. It also looked as how employee’s disposition, culture and their work situation affect their working motivation. It discussed the impact of work motivation on job performance, life satisfaction and turnover. The study find out that orgranisational psychology research has contributed greatly to the understanding of employees attitudes on work motivation. This study clearly highlights how organization factors can affect employee’s attitudes toward work, but the study not provides a link on how human resource management practice affects employee’s attitudes at working place.

2.5.1 Literature Review in Africa
Gwavuya (2017) conducted a study in Zimbabwe on the factors affecting work motivation among the civilian members of staff in the Zimbabwe Police. The study was aimed at ascertaining the factors that affect motivation among civilian members of staff in Police Force. The Police Force in Zimbabwe had loosing significant numbers of qualified civilian’s personnel such as accountant and engineers. To test the hypothesis, the questionnaires was designed and constructed and administered to 80 participants. The statistics are used to summaries the data generated using the structured questionnaires. A binary logistic regression model was used to determine the extent to which the identified factors affecting motivation at working place. Most of respondents interviewed were generally dissatisfied with their jobs, hence the negative attitudes toward work delivery. Dissatisfaction mainly emanated from inadequate salaries and allowances, loans to facilitate purchase of houses, housing standards and cars. The study clearly shows the factors the affect civilian employee’s performance within Zimbabwe Police.

Dampson and Dominic (2015), conducted a study to identify the issues which influence the teachers satisfaction in the Sekondi – Takoradi District in Ghana. Ghana as the third world country has a shortage of teachers.In fact the teachers were in short supply as the enrolment into basic schools in Ghana had gone up by 17 percent. The study deals with the teacher’s workload and condition of service such as salary as part of key element causing teachers dissatisfaction. Phase one of the study employed qualitative methods as participatory rural appraisal, focus group discussion, and semi structured interview. Phase two deployed methods like questionnaires, observation and interviews. The methods used in first phase revealed the factors considered important to the teachers in that context. The researcher then reflecting the findings to the literature that having reviewed before producing questionnaires and other research tools used in the phase two. The study shows that most of teachers (68.8%) were unsatisfied with their class sizes. They also complained about lack of teaching and learning materials, the study revealed some of determinants of teachers job satisfaction which relevant to the study.

2.5.1 Literature Review in Tanzania
Nguni el al (2016), conducted a study which investigated the effects of motivation on law enforcement workers, organizational commitment, and organization citizenship behavior in Tanzania. The sample of this study consisted of 400 members of Police Force who had response 80 percent. These respondents were selected from 30 Police Stations. In this study work motivation appeared to be a mediator of the effect transformational leadership, organizational commitment and organizational citizenship behavior. The finding of the study seems useful to our study as they show that the type of organizational leadership contribute to work motivation.

Mohamed (2017) conducted a study on the impact of employee motivation on job performance in Tanzania banking sector, he stipulated that excellent services provided by employees can create a positive perception and ever lasting image of the customers. However, motivation of employees plays a major role in achieving high level of satisfaction among its customers. His findings showed that motivational packages to employees of Tanzania Postal Bank (TPB) caused the bank to perform well. Moreover the study insisted that salary increment has an impact on job performance, training, team working and good working conditions are among of the factors that motivate employees to work and facilitate performance. 

Jagero et al. (2016) researched on the relationship between on the Job Training and Employee’s Performance in Courier Companies in Dar es Salaam, Tanzania the objective of the study was to assess the employee’s performance in courier companies in Dar es Salaam. The study stipulates that employees are very crucial and expensive resource to any organization. The study found that training has the direct impacts on employees’ performance by generating benefits to both the employees and the organization, employees they work for through development of skills, knowledge, abilities, competencies and behavior. The study proved that training of employees gets new tactics on how to finish their work in time and meet deadlines and acquire more skills that will enable them to do their work better. But according to Armstrong (2014) sets out three specific training objectives to the employees. The first objective is to help competences of employees and improve their performance.

Second objective was to help people grow within the organization in order that, as far as possible, its future needs for human resources can be from within the organization. Third one is to reduce the learning duration for employees starting in new jobs on appointment, transfer or promotion, and ensure that they become fully competent as quickly and economically as possible. The study stipulates that training has been recognized to help employees in their current jobs and meet current performance requirements by focusing on specific skills required for the current needs.

2.6 Research Gap
Different studies have researched on motivation. For instance: Nchorburo Dominic (2013) on the role of  Motivation on Performance of Employees in public sector, Mohamedi (2017) on the study of impact of employee motivation on job performance in banking sector, Gay (2017) on the study of Work Motivation Factors of the Public Sector and Private Sector, on motivation and job performance among state government employees in Malaysia, Zanzibar, Hassan (2018), titled the impact of training and development on the performance of administrative staff in the public sector .However most of these studies were conducted outside Tanzania; bear some possible difference due to different context. Some studies were conducted in different sectors. However, according to the researchers knowledge, there is no researcher who directly explores the influence of motivation on employee’s performance in police force in Pemba Region. This study aimed at examining the effects of motivation in Tanzania, focusing on the Tanzania Police Force based in North Region Pemba. 

2.7 Conceptual   Frame Work




















3.1   Introduction
This chapter provides a discussion on how the research was conducted. It comprises the aspects:-, research design, study area, study population, sample size, data collection methods, and instruments, measurement of the variables, data processing, data analysis procedures, reliability and validity of instruments.

3.2 Research Paradigm 
Saunders et al. (2012) defines research philosophy as a system of beliefs and assumptions on knowledge development. This study will adapt positivist research philosophy because data will be collected about an observable reality and regularities and causal relationship will be searched in data to create law-like generalization (Gill and Johnson, 2010).

3.3 Research Approach
The study based on quantitative and qualitative research approaches, content analysis was used which encompassed with different themes. Qualitative research design is used to find out how people feel or what they think about a particular subject or institution (Kothari 2004). Quantitative was used to deal with questionnaire survey.

3.4 Research Design
According to Kothari (2008), a research design is the collection and arrangement of 
conditions of analysis of data in a manner that aims to combine relevance to the research purpose with economy in procedure. This study adopted a descriptive research design to yield qualitative and quantitative data required to answer research questions. Kerlinger (1996) points out that descriptive studies are not only restricted to fact finding, but may often result in the formulation of important principles of knowledge and solution to significant problems. They are more than just a collection of data. They involve classification, analysis, measurement, comparison and interpretation of data. Similarly, Kothari (2004) argues that descriptive design describes the state what exists at present and allows for discretion on the part of the researcher. This design was used since it enabled researcher gain in-depth understanding of a phenomenon under investigation like the influence of motivation on performance in the national police service in North Region Pemba.

3.5 Area of the study
This study focused on Police North Pemba in Wete District. The researcher selected  this area because the place was convenient to the researcher in terms of getting all required data. Moreover, the study area has urban-rural area attract the performance of Police officers, middle personnel’s and lower rank personnel’s which make direct link with Tanzania Police Force as a whole.

3.6 Population of the Study
Population refers to individuals of more or less common characteristics that are of all Police in North Region Pemba, which focus on Wete District who were approximately were 161.It included senior officers and their juniors .All officers of different ranks was targeted for population because it highly influenced  performance of the police service in the region. The target population was as shown in Table 3.1. Researcher selected a sample of 115 employees out of 161 employees in the police force, researcher believes to get enough information from the specific group since they are the key information as far as the topic of the study is concerned.

Table 3.1:  Sample size 
Department	Population	Sample








3.7 Sampling Design and Procedures
The study used a survey population of 161 employees from Police Force in North Pemba region to obtain the sample size. The researcher has used Slovins’s formula shown below to calculate an appropriate minimum sample size from survey population.
n =	    N          =1+Ne2	       161            =1+161(0.05)2	       161          = 1+161x0.0025	115
Whereby;
n is the minimum sample size	
N  is survey population
e is error at 95% confidence interval
Based on the calculation from the formula, a minimum sample size of 115 police was recommended.

3.8 Variables and Measurement Procedures
3.8.1 Dependent Variable
Dependent variable of the study was police work performance. It was measured by using a 4-item measurement scale adopted from Kuvaas (2006) as shown in Table 3.2. The perception of each item of the measurement scale was examined by having respondents providing a rating on a five-point rating scale. The five-point rating scale ranged from 1 = strongly disagree (SD); 2 = disagree (DA); 3 = neutral (N); 4= agree (A); and 5= strongly agree (SA).

Table 3.2: Police Work Performance Measurement Scale
Items on the police force performance measurement scale	Perception indicators
How would you rate your overall work performance compared to your peers' with the same experience doing work similar to yours?	Score from 5 point rating scale
How would you rate your overall performance compared to your peers' with the same qualifications doing work similar to yours?	Score from 5 point rating scale
How would you rate the quality of your work compared to that of your peers' doing work similar to yours?	Score from 5 point rating scale
How would you evaluate your productivity level compared to that of your peers' doing work similar to yours?	Score from 5 point rating scale
Source: Adapted from Kuvaas (2006)

3.8.2 Independent Variable
The independent variables of the study included intrinsic motivation and extrinsic motivation as detailed explained in the following subsections. These items were grouped into two dimensions of motivation; intrinsic and extrinsic motivation. 

(a)	Intrinsic motivation
According to Herzberg (1959), motivation can be intrinsic and extrinsic in which the former emanates from the content of job and the latter is related to the organisation. Therefore, Table 3.3 represents a list of items under intrinsic motivation.  This sub-dimension contains five items. A five-point rating scale was used to record employees’ agreement to each of the statement, where; 1=Strongly Disagree, 2=Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree.
Table 3.3: Intrinsic Motivation Scale Items
Variable	Item of measurement 
Recognition 	Management/supervisor loyalty to employees is very high (item 1)
Responsibility	I feel I am involved in my job in this organization (item 2)
Interesting work	My work in this organization is interesting (item 3)
Carrier development	I am provided with opportunities for career development in this organization (item 4)
Job enrichment	Job is enriched every time making it not monotonous(item 5)
Source: Constructed from Kuvach (1995)

(a)	Extrinsic Motivation
Table 3.4: Extrinsic Motivation Scale Items
Variable	Item of measurement
Wage	My organization offers me good wages (item 6)
Reward 	I am fully appreciated for a job well done here (item 7)
Promotion 	I am provided with opportunities for promotion in this organization (item 8)
Fairness 	I feel there is tactful disciplining in this organization (item 9)
Supervisory relation	My supervisor helps me with my personal problems (item 10)
Working condition	Working conditions in this organization are generally good (item 11)
Job security	My job is secure with in this organization (item 12)
Source: Constructed from Kavach (1995)

Extrinsic motivation was measured by using seven-items of the motivation scale. Table 3.4 presents the list. Again, a five-point rating scale was used to capture employees’ level of agreement with each statement where, 1=Strongly Disagree, 2=Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree

(a)	Demographic Variables
Demographic characteristics were assessed including age, sex, marital status, education and job experience. These were mainly used for the purpose of understanding the nature of the sample used in the study. The following in Table 3.5 are demographic characteristics and measurements used.
Table 3.5: Demographic Characteristics of Respondents
Demographic variable	Measurement indicators
Age	Years since the respondent was born
Sex	1=male, 2=female
Marital status	1=single, 2=married, 3=other
Education	1=diploma or lower, 2=bachelor, 3=above bachelor
Job experience	Years spent by the respondent in police force as employee
Source: Constructed from Kavach (1995)


3.9 Data Collection Methods
The researcher used both primary and secondary data collection methods

3.9.1 Primary Data Collection
Kothari (2006) defines primary data as “those data which are collected afresh and for the first time and thus happen to be original in character.” Primary data was collected from the sample population through survey study employing questionnaire. Structured standardized questionnaires using 5-likert scale was used.

3.9.2 Secondary Data
Secondary data are those type or kind of data which have already been collected by someone else and which have already been passed through statistical process (Kothari, 2006).

3.10	Data Collection Tools
The study employed the following data collection tools
3.10.1 Questionnaire
According to Foddy (1994), Questionnaire is a research instrument consisting of questions to be asked to the respondents. Questionnaire was used because it manages to collect information from a huge number of people in a short period of time and in a relatively cost effective way. This tool gives room and freedom of expression to the respondents that they expecting to get more information to capture important themes of the study on the factors influencing effective employee’s performance in organization. 

Questionnaires were distributed to the police force respondents who were selected as respondents. Each one was given one day of filling and completing the questionnaire. Thereafter, the researcher collected the filled questionnaires from respondents. Compared to mailing questionnaires which has little assurance to be filled by respondents, this approach of distributing questionnaires personally ensures all of them reached the target respondents and followed by the researcher to make sure that most of the questionnaires if not all have been filled and collected back.

3.10.2 Documentation
The documentation method used enabled the researcher to obtain readily available data and information by going through various documents such as books and journals on the topic in question. The researcher also used booklets and brochures from Police databank.

3.11 Validity and Reliability
The aspects of validity and reliability were also checked. In this study, the validity and reliability was considered before running the descriptive and inferential data analysis. 

3.11.1 Validity of Instruments
Phelan and Wren (2005) posit that validity is a degree to which a test is measuring what it is supposed to measure. To ensure that the data collection tool is valid, items of measurement scales were adopted from related credible studies (Kuvach, 1995 and Kuvaas, 2006).

3.11.2 Reliability of the Instruments
According to Phelan and Wren (2005) reliability is an extent to which the assessment produces consistent results. To test the reliability of the measurement scales, a scale test was carried out to generate Crobanch alpha (α) using SPSS software. The value of reliability test ranges from 0 to 1 specifying the degree of internal consistency of items using Cronbach’s Alpha. The larger the value of Cronbach’s Alpha, the higher the degree of internal consistency of the measurement scales, and vice versa. There acceptable values of alpha are supposed to be at least 0.70 which justifies internal consistency (Nunnally & Bernstein, 1994; Bland & Altman, 1997; DeVellis, 2003).

3.12   Data Processing and Analysis
Questionnaires were inspected and items were coded and data entered into SPSS computer software data sheet before descriptive and inferential data analyses. The continuously measured variables – gender, age, education, marital status and years’ job experience – which was measured in ratio (scale) was re-grouped and re-coded in ordinal level of measurement in form of group intervals (age group and interval of years’ job experience) in order to present them in the table of frequency. Total and mean scores were computed for each scale item across respondents. Thereafter, descriptive statistical analysis was done through SPSS software to reveal intrinsic motivation and extrinsic motivation of police work and level of police force performance. 

Also, demographic characteristics of the respondents were presented by descriptive statistics including means, standard deviations, frequencies and percentages. These appeared in form of frequency tables. Through descriptive statistics, the output of employee performance computed from employee performance measurement items was presented using means and standard deviations. To assess the influence of motivation on police work performance, simple linear regression model (Equation 1) was used. The total scores of individual respondents was computed from motivation measurement items (Table 3.3) and then entered into the regression model and the independent variable. 

Furthermore,  total scores of individual respondents were computed from five (5) police work performance measurement and thereafter entered into the linear regression model as the dependent variable. The model therefore regressed the total scores of the police work performance scale on the total scores of the motivation scale so as to examine the influence of motivation on police work performance. The following is simple linear regression model presented as equation 1.
Yi= β0 + β1Χ1 + εi.....................................................................equation 1
Whereby;
Yi= police work performance which is possibility of the police to perform well (total scores from 5 police work performance measurement items).
Χ1= total motivation (total scores from 12 motivation measurement items).
β1 =Coefficient of X1
β0= Constant term
εi = Error term.
When testing hypothesis of this study by using simple linear regression model presented as equation 1, alternative hypothesis (H1) accepted if β1 is significant (β1≠0) at 5% level, otherwise is rejected. Acceptance of H1 confirms that motivation has significant influence on police performance.   

Moreover, the influence of intrinsic motivation and extrinsic motivation on police work performance was examined by using multiple linear regression models. The total scores of individual respondents computed from 5 intrinsic motivation measurement items (Table 3.4); total scores of individual respondents computed from 7 extrinsic motivation measurement items (Table 3.5); and total scores of individual respondents computed from 5 police force performance measurement items (Table 3.2) were entered into the regression model. Then,police work performance total scores were regressed on total scores of intrinsic motivation and extrinsic motivation in a multiple linear regression model which is presented as equation 2. 
Yi= β0 + β1Χ1+β2Χ2 + εi.................................................................equation 2
Whereby;
Yi= police work performance which is possibility of the police to perform well (total scores from 5 police work performance measurement items).
Χ1= total intrinsic motivation (total scores from 4 intrinsic motivation measurement items).
Χ2= total extrinsic motivation (total scores from 7 extrinsic motivation measurement items).
β1 andβ2= Coefficient of X1 and X2 respectively.
β0=Constant term
εi = Error term.

3.12.1 Assumptions of Multiple Linear Regression
The multiple linear regression model assumptions for assessment of the effects of intrinsic motivation and extrinsic motivation on police among police work (Equation 1) tested to by checking the occurrence of linearity, normality, multicolinearity and homoscedasticity among independent variables as recommended by Gujarat & Porter (2010) and Keith (2006). 

(a)	Normality
Multiple linear regression models assumes that variables have normal distributions (Darlington, 1968; Osborne & Waters, 2002). This means that errors are normally distributed, and that a plot of the values of the residuals will approximate a normal curve (Keith, 2006). The study checked normality assumption by using P-P plot of regression standardized residual. Figure 3.1 confirmed a normal distribution pattern since residuals are concentrated along the diagonal line. 

Figure 3.1: P-P Plot shows Normality of Regression Standardized Residual

(b)	Multicolinearity
The study use Variance of Inflation Factors (VIF) and Tolerance values to check multicolinearity in multiple linear regressions. The Variance of Inflation Factor (VIF) is an index of the amount that the variance of each regression coefficient is increased over that with uncorrelated independent variables (Keith, 2006). Multicollinearity effect is large when a predictor variable has a strong linear association with other predictor variables (Shieh, 2010). The rule of thumb for a large VIF value is 10.0 (Keith, 2006; Shieh, 2010). Tolerance measures the influence of one independent variable on all other independent variables. Tolerance levels for correlations range from zero (no independence) to one (completely independent) (Keith, 2006).

    (c)  Linearity 
The study used normal P-P plot of regression standardized residual to check the normality of assumption. According to Stevens (2009), residual plots showing the standardized residuals against the predicted values and are very useful in detecting violations in linearity. The random scatter concentrated about the line indicates linearity (Keith, 2006).  The test results in Figure 3.2 confirm that there is linearity relationship in the multiple linear regression model and therefore the linearity assumption obeyed.

Figure 3.2: P-P Plot of shows Linearity of Regression Standardized Residual

(b)	Homoscedasticity 
The assumption of homoscedasticity refers to equal variance of errors across all levels of the independent variables (Osborne & Waters, 2002). The study used histogram of normal distribution of the variance of errors in the regression standardised residual to check heteroscedasticity effect in the multiple linear regression model as recommended by Osborne & Waters (2002). Results in Figure 3.3 indicate that there is very small standard deviation of regression standardised residuals and hence, variance of errors of independent variables are concentrated around zero (horizontal line) on the histogram. This indicates that there is normal distribution of regression standardised residuals. Normality test therefore confirmed that there is less heteroscedasticity effect in the multiple linear regression model and therefore homoscedasticity assumption is obeyed. Therefore, the model is relevant for the analysis regarding effect of intrinsic motivation and extrinsic motivation on police work performance among police force.

Figure 3.3: Normal Distribution of the Variance of Errors in the Regression Standardised Residual

3.13   Ethical Considerations






This chapter presents and discusses results with regard to study objectives. It covers results and descriptions of the demographic characteristics of the respondents, reliability analysis and justification, level of police work performance, levels of intrinsic and extrinsic motivation of Police Force in Pemba North Region in Tanzania as well as results. The effects of motivation as well as that of intrinsic motivation and extrinsic motivation on police work performance were assessed. The chapter ends with discussion of the results. 

4.2 Demographic Characteristics of Respondents
The study assessed the age, sex, marital status, education and job experience of police. The descriptions of respondents’ demographic characteristics appear in sections 4.2.1, 4.2.2, 4.2.3, 4.2.4 and 4.2.5

4.2.1 Age
The findings indicate that most (72.1%) of the respondents were belonging in the age group of 31-40 years, followed by those (38.4%) who are in the age group of 41-50 years    (Table 4.1). A few of the respondents (4.5%) belongs to the age group of 51-60 years. The minimum and maximum age of respondents was 30 years and 60 years. 

4.2.2 Sex
According to the distribution of sex results show that majority of the respondents were males (66.9%) while 33.1% of the respondents were females.








41-50 years 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Single	25	21.7%
Married	85	73.9%









Source: Field Data, 2020		

4.2.3 Marital Status
Married respondents constituted the majority of the respondents (73.9%) of survey participants, followed by respondents who are still single (21.7%) (See table 4.1). Other marital status composing widows and divorce constituted only 4.4% of the respondents. 

4.2.4 Education Level
There was a variation of level of education among the respondents as shown in Table 4.1. The study revealed that most of the respondents had bachelor degree (46%). Other respondents had level of education below (27%) and above (27%) bachelor degree. However, none of the respondents identified to be possessing non- formal education since all of the survey participants had attended school.

4.2.5 Job experience
The survey of job experience revealed that majority (43.5%) of the respondents worked in Police Force for 11 to 20years (Table 4.1). On the other hand, 38.3% of employees spent at most 10 years while working at Police and the rest (18.2%) of employees had at least 21 years job experience. The minimum years’ job experience was 3 years and the maximum years’ job experience was 34 years. The average years of job experience of police who participated in the survey was 14 years.

4.3 The level of Police Work Performance in Police Force
The level of police work performance was examined by the mean score calculated from mean police work performance scores across respondents. The study found the mean score of 2.37 having a standard deviation of 1.01 as shown in Table 4.2 This mean score explains an overall level of police work performance in police force. The mean score identified is less than the mean score of the 5-point rating scale which is 3.0. A score less than 3.0 indicate low performance. Therefore, the findings imply that there is low police work performance among police force.

4.4 Motivation Level among Police at Police Force
Motivation of police in Police Force was assessed by identifying perceptions of police towards motivations. The study assessed the level of intrinsic motivation, extrinsic motivation and overall motivation among police. The level of intrinsic motivation was assessed 4 item measurement scales regarding to responsibility, interesting work, carrier development and recognition in response to perceptions of police participated in the study. Based on findings in Table 4.2, the mean score for intrinsic motivation obtained was 3.6 having a standard deviation of 0.85. The findings justify that there is high level of intrinsic motivation in police force.

On the other hand, extrinsic motivation was assessed by using 7 item measurement scales focusing on seven extrinsic motivation variables. Perceptions of police with regard to seven item measurement scales were examined. The findings in Table 4.3 indicate that there is high level of police extrinsic motivation (mean score=3.4, SD=0.74).  The overall motivation was assessed by using perceptions of police with regard to 11 item measurement scale adopted from Kavach (1995) as shown in Table 3.3. The findings in Table 4.3 show that there is high overall motivation among police in police force in Pemba North Region  (mean score=3.5, SD=0.76).






Source: Field Data, 2020

4.5 The Relationship between Motivation and Police Work Performance
The study assessed relationship between motivation and police work performance of police force. The study examined the effects of intrinsic motivation and extrinsic motivation on police work performance as well as effects of overall motivation on police work among police force.  
4.5.1 The influence of Intrinsic and Extrinsic Motivation on Police Work Performance
The effects of motivation on police work performance were examined through regression model. In the regression model, intrinsic motivation was examined as total scores of 4 item scales (Table 3.4) measuring individual police’s perceptions pertaining to responsibility, interesting work, carrier development and recognition motivation. The extrinsic motivation was measured by using total scores of individual police’s perceptions regarding 7 item measurement scales of extrinsic motivation (Table 3.5) regarding to wage, reward, promotion, fairness, supervisory relation, working condition and job security.  Also, in linear regression, performance of police was entered as the total scores of 5 item scale measuring police work performance (Kuvaas, 2006) with regard to perceptions of police force. The multiple linear regression analysis was used to examine the effects of intrinsic and extrinsic motivation on performance of police force. 






R2=13.1%, ***F-Statistics = 8.540, ***Significant at p<0.001, *Significant at p<0.05
Source: Field Data, 2020

The findings showed that intrinsic motivation and extrinsic motivation explained police work performance by 13.1%. Moreover, findings in Table 4.4 indicate that F statistics is significant (F=8.540, p<0.001) and this implies that the regression model is a significant fit to the data.  On the other hand the study found that intrinsic motivation has positive significant influence on police work performance is (β1= 0.341, p=0.022) as results presented in Table 4.3. However, extrinsic motivation found to have no significant influence on police work performance at police force.

4.5.2 The influence of Overall Motivation on Police Work Performance
The effect of overall motivation on police work performance was assessed by using simple linear regression. involving average of the total scales for motivation adopted from Kavach (1995) (Table 3.3) against total police work performance measured by sum of scores of 5 item measurement scales as adopted from Kuvaas (2006) presented in Table 3.2. Findings in Table 4.4 reveal that F statistics is significant (F=19.801, p<0.001) which implies that the regression model is a significant fit to the data. On the other side, the study found that overall motivation has positive significant effects on performance of police force (β1= 0.201, p<0.001) as shown in Table 4.5. Overall motivation explained the occurrence of performance by 14.9%. Therefore, increase in overall motivation has impact by increasing police work performance. 

Table 4.4: Influence of Overall Motivation on Police Work Performance (n=115)
Variable	Β	Standard error	T	p value
Overall motivation	 0.201	0.045	 4.45***	<0.001
Constant	19.73	1.798	10.976***	<0.001
R2=14.9%, ***F-Statistics = 19.801, ***Significant at p<0.001
Source: Field Data, 2020
4.6 Hypothesis Testing
The study had null and alternative statements of hypothesis as states below:  
Null hypothesis (H0): Motivation has no influence on police work performance.
Alternative hypothesis (H1): Motivation has positive influence on police work performance The study used simple linear regression model to test these hypotheses. Based on outputs of simple linear regression analysis, motivation was found to have significant positive influence on police work performance in police force (β1= 0.201, p<0.001). Therefore, the study rejects the null hypothesis and confirms the alternative hypothesis which stated that motivation has positive influence on police work performance.

4.6.1 Test of Autocorrelation Assumption - Durbin–Watson Test
A Durbin–Watson test of correlation among the residuals usually reveals to us a substantial autocorrelation (Green,2003).Field (2009)  posits that, with the Durbin–Watson tests whether adjacent residuals are correlated. He suggests that the test statistic can vary between 0 and 4 with a value of 2 meaning that the residuals are uncorrelated. A value greater than 2 indicates a negative correlation between adjacent residuals, whereas a value below 2 indicates a positive correlation. It is therefore reasoned that, the statistic values of Durbin-Watson (d) should not be less than 1 or greater than 3 and definitely not approximately 2, thus, the recommendable values should range between 1.5 and 2.5 (Field, 2005; 2009; Green, 2003; Statistics Solutions, 2013b). 

With the results in Table 4.13 it was found that the Durbin-Watson value ‘d’ was 1.503, which lays between the two acceptable values of 1.5 < d < 2.5. Therefore, it can be assumed that there were no first order linear auto-correlation errors in the multiple linear regression data, implying that the regression model was correctly specified with uncorrelated variables and allegedly enhancing its accuracy.

Table 4.5:   Measure of Autocorrelation Assumption – Durbin-Watson
Model Summaryb
Model	R	R Square	Adjusted R Square	Std. Error of the Estimate	Durbin-Watson
1	.874a	.728	.745	3.13425	1.503
a. Predictors: (Constant), Intrinsic motivation, Extrinsic motivation
b. Dependent Variable: Police work performance
4.6.2 Test of Multicollinearity Assumption on Independent Variables
Table 4.7 gives the results of the test of multicollinearity assumption. Multicollinearity is the extent to which a variable can be explained by the other variables in the analysis (Black &Babin, 2010).The presented results below give two values: Tolerance and Variance Inflation Factor (VIF). According to Pallant (2007) tolerance is an indicator of how much of the variability of the specified independent is not explained by the other independent variables in the Model and the other value given is the VIP (Variance inflation factor), which is just the inverse of the Tolerance value (1 divided by Tolerance).

Various recommendations for acceptable levels of tolerance and VIF have been published and presented in the literature with cut-off points for determining the presence of multicollinearity. Most commonly, a value of more than .10 i.e. 0.1 for tolerance has been reported to suggest the possibility of multicollinearity and the value of not above 10 as the maximum level of VIF.( Kutner, et al 2005; Pallant, 2007, 2013;Field 2000, 2009; Green 2003) More simply put, as a rule of thumb, a tolerance value of less than .10 and the VIP values above 10 would be a concern here or the larger the value of VIFthe more “troublesome the multicollinearity of the variables. (Gujarati, 2004; Hair Jr. et al. 2010;Pallant, 2009) As per the results below, the tolerance value for each independent variable is greater than 0.1; thus, it indicates that there was no violation of the multicollinearity assumption. This is also supported by the VIP threshold which is well below the cut-off of 10 thus indicating no concern with multicollinearity; thus all variables will be retained.








a. Dependent Variable: Police work performance	

4.6.3	Test of Homoscedasticity Assumption
Homoscedasticity usually depicts a situation where the error term in the relationship between the independent and dependent variable is the same across all values of the independent variables (Statistics Solutions, 2013a) On the contrary, heteroscedasticity i.e. the violation of homoscedasticity is present if the size of the error term differs across values of an independent variable.  Green (2003) highlights that it is useful to be able to test for homoscedasticity and if necessary, modify our estimation procedures accordingly so as to avoid violating the assumption since it may pose potentially severe problems for inferences based on least squares. Most scholars allegedly, consider the White test as the commonest test for heteroskedasticity (Carter Hill, Griffiths, & Lim, 2011;Green, 2003; Gujarat,2004; Gujarat & Porter,2010) 

Moreover, they infer that to measure heterosdasticity with White Test, the calculated (expected) Chi-square value and observed (critical) chi-square value are compared by this formula: NR2  X2df ; where NR2 = is the calculated (expected) chi-square value, N= is the sample size (observed number of individuals), R2 = is R-square (coefficient of determination), X2= is the critical chi-square value at chosen level of significance and df = is the degrees of freedom (number of regressors).  As a rule of thumb, whenever calculated chi-square value is greater than the critical chi- square value at a chosen level of significance, the hypothesis of homoscedasticity is then rejected in favour of heteroscedasticity. 

Conversely, if the calculated chi-square value is less than the critical chi-square value then there is no violation of the assumption of homoscedasticity. In this light, as from the data analysis (Table 4.13), R2 = 0.728 and N = 115, thus the calculated chi-square value is given by NR2 = 0.728x11583.72 whereas, the critical chi-square value at a 0.05 level of significance and a df = 114 is 83.72. The results show that the critical (observed) chi-square value exceeds the calculated chi-square value at a chosen level of significance (0.05), so the conclusion is that there is no exhibition of heteroscedasticity problem in the model as suggested in Green, (2003), Gujarat, (2004), Gujarat and Porter,(2010) and Carter Hill, et al (2011).

4.6.4	Test of Normality Assumption
The assumption of normality is of great importance in many aspects of statistical inference, essentially, for constructing confidence intervals or statistics for testing hypothesis as well as in establishing reference intervals for variables. (Binder & Roberts, 2009; Carter Hill et al 2011; Greene, 2003; Royston, 1991) Ghasemi and Zahediasl (2012) highlight that the assumption of normality should be checked for many statistical procedures, i.e. parametric tests, because their validity depends on it. 

However, Öztuna, Elhan and Tüccar (2006) and Field (2009) argue that, a careful consideration should be given to normality and other requisite assumptions, for when properly applied, these assumptions help in drawing good, accurate and reliable replica of reality. The Kolmogorov-Smirnov and Shapiro- Wilk test were used for testing normality. The Sig. value (p-value) of more than .05 indicates normality i.e. normal distribution (Elliott & Woodward, 2007; Field, 2000; 2009; Greene, 2003; Pallant, 2007; Pallant, 2013; Tabachnick, &Fidell, 2007).

The results of the Shapiro-Wilk statistics show the p<.001 (.000) which is lower than the 0.05 level of significance and so inferring that the test was significant. This is quite common in larger samples as Pallant (2013), Field (2000, 2009), Elliott & Woodward (2007) and Hazra and Gogtay (2016) observe. They further deduce that, with large sample sizes (say n > 100), the violation of the assumption of normality often does not deviate enough from normality to make a substantive difference in the analysis. This assumption often holds even when the sample is not so large but say is over 30. In other words, with large samples the parametric procedures can be used even though the data are not normally distributed. The results also were in agreement with the views of Tabachnick and Fidell, (2007) and Gujarati (2004) who underscored the fact that, if the sample size is reasonably large, we may be able to relax the normality assumption as it is enough to suggest normality of sampling distributions of means. It is therefore stressed that,there is no reason to expect distortion of results due to failure of multivariate normality. The Kolmogorov-Smirnov and Shapiro- Wilk statistics were tabulated in Table 4.7 

Table 4.7: Tests of Normality
Variables	Kolmogorov-SmirnovaStatistic    df         Sig.	Shapiro-WilkStatistic    df          Sig.
Intrinsic motivation	.158	  115	.000	.856	  115	.000
Extrinsic motivation	.139	  115	.000	.862	  115	.000
Police work  performance	.193	  115	.000	.839	  115	.000
a.	Lilliefors Significance Correction

To further meet the assumption of normality, Skewness and Kurtosis tests were also applied.Tabachnick and  Fidell (2007) observed that skewness has to do with the symmetry of the distribution; a skewed variable is a variable whose mean is not in the center of the distribution; but kurtosis has to do with the peakedness of a distribution; a distribution is either too peaked (with short, thick tails) or too flat (with long, thin tails). They posit that, a variable can have significant skewness, kurtosis, or both. 






Extrinsic  motivation	Std. Deviation	6.113	
	Skewness	-.719	.187
	Kurtosis	-.421	.373
Police work performance	Std. Deviation	6.241	
	Skewness	-.930	.187
	Kurtosis	.015	.373
Table 4.8: Skewness and Kurtosis Tests of Normality Statistics
Source: Field Data (2020)

4.7 Discussion of Findings
The objective of the study was to assess the effects of motivation on police work performance of police force in Tanzania. The study found that there is high performance among police shown by most police having morale and desire of increasing efforts. Moreover, the study findings show that there is high police motivation in police force. Police staff motivation increases morale and builds loyalty among them to their organization which at the end of the day contribute to the delivery of quality services to citizens. 






SUMMARY OF FINDINGS, CONCLUSION AND                RECOMMENDATIONS
5.1 Study Overview
The study assessed effects of motivation on police work performance in police force in Pemba North Region. A descriptive research design with a cross-sectional survey strategy was adopted. A sample of 115 police was selected in Pemba North Region. Questionnaires were used to collect primary data from the sampled respondents. Descriptive statistics, correlation and regression analysis techniques were used to carry out the analysis according to the study’s objectives. This chapter presents summary of findings and conclusion. It also provides appropriate recommendations including general recommendations and suggestions for further research.

5.2 Summary of the Main Findings
Summary of findings covers results on police work performance, motivation in police force and role of motivation on police work performance. The study found that there is high work performance in police force.  Moreover, there is high motivation in police force. Overall motivation found to have positive significant influence on work performance in the police force. In specific, intrinsic motivation also found to have positive significant influence on police work performance.

5.3 Conclusion
The general objective of the study was to assess the effects of motivation on police work performance of police force. In order to assess the main objective, three specific objectives were used; to examine the effects of intrinsic motivation on police work performance in police force. The findings indicated that most respondents agreed that intrinsic motivation variables such as recognition, job enrichment, interesting job, responsibility, and career development affects their performance. To find out the effects of extrinsic motivation on police work performance, the findings revealed that extrinsic motivational variables such as good working condition, salary, wages and bonus, promotion, rewards, fairness and job security positively affects police work performance. To find out the relationship between motivation and police work performance the findings on this specific objective revealed that the motivated police lead to the increased work performance. A higher percentage of the respondents agreed that both intrinsic motivation and extrinsic motivation can lead to better performance.

5.4 Recommendations
Based on objectives and findings, the study presents general recommendations and suggestions of further research.

5.4.1 General Recommendations
The police force management should effectively continue enhancing motivation of their personnel. If motivated, police are most likely to have high morale of work and demonstrate loyalty to the service they offer. Therefore, motivation may help the police force to curb effectively the effect of reducing work morality.  

5.4.2 Suggestions for Further Research
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Dear respondent, my name is Mr.Mlenge Mohammed Mlenge, a Master of Business Administration student at the Open University of Tanzania. I am carrying out a research on The effects of motivation on Police Work Performance as part of the requirement for the award. I have sampled you as a person suitable to provide the information required. I request you to spare part of your valuable time to fill this questionnaire. The information you provide will be treated ethically with the degree of anonymity and confidentiality it deserves. 

Part 2: Questionnaires- Personal information 
1.	Your age (please tick the appropriate answer)
           31-40 years             (         )    41-50 years   (         )
51-60 years	(         )    
1.	Gender (please tick the relevant answer)
a.	Male		(         )         Female            (         )
1.	Marital Status  (circle the relevant answer)
a.	Single	b. Married	c. Others
1.	Academic qualifications (please tick the relevant answer)
  a. Diploma    (        )b. Bachelor (        ) c.Above bachelor (         )
1.	How long have been working at this organization? (circle the relevant answer)
a. 1-10 years	(       )
b.   11- 10 years		(      )    c.   Above 21 years (        )

Part 3: Police motivation
Please read each statement and, then circle one of the five numbers against it.  The number you choose to circle should be the number that represents the extent to which you agree with what the statement is saying about you and your job, where:
1 = Strongly Disagree (SD);  2 = Disagree (D);  3 = Neutral (N);  4=Agree  (A); and  5=Strongly Agree  (SA).

Statements	SD	D	N	A	SA
I feel I am involved in my job in this organization 	1	2	3	4	5
My job is secure with in this organization	1	2	3	4	5
My supervisor helps me with my personal problems 	1	2	3	4	5
My organization offers me good wages	1	2	3	4	5
My work in this organization is interesting	1	2	3	4	5
I feel there is tactful disciplining in this organization	1	2	3	4	5
I am provided with opportunities for promotion in this organizationI am provided with opportunities for career development in this organization	11	22	33	44	55
Working conditions in this organization are generally good	1	2	3	4	5
Management/supervisor loyalty to employees is very high	1	2	3	4	5
I am fully appreciated for a job well done here	1	2	3	4	5
Source: Adopted from Kovach (1995)

Part 4: Working Performance
On the scale from 1 to 5 rate the following statements as they relate to your working performance. (1= very low, 2 = low, 3= moderate, 4= high, 5 = very high) 
SN	Issues	 (1)	 (2)	 (3)	 (4)	 (5)
12	How would you rate your overall work performance compared to your peers' with the same experience doing work similar to yours?					
13	How would you rate your overall work performance compared to your peers' with the same qualifications doing work similar to yours?					
14	How would you rate the quality of your work compared to that of your peers' doing work similar to yours?					
15	How would you evaluate your productivity level compared to that of your peers' doing work similar to yours?					














Police Force Work Performance
	Quality of Service

Extrinsic Motivation
	Good working environment
	Promotion
	Rewards
	Fairness
	Job security



